BOCOHEHX B£SUHE 



Bft 111 790 

aUTHOfi 

IHSTITOTIQll 



SP 009 482 



PUB J)&T£ 
NOTE 

EDES PEiCE 
0ESCRIPTGES 



Goddu, aoland " 

Hajiaboolc for Supervision of Persoiin,el in -Performance 
Based Manageaent Organisations. -S^ 
: New England^ Program in Teatcher Education, 'Durham, 

. N» H« .. ■ o. ■ 

Sep 75 X * » ' 

BP^$0*76 HC--$t,58 Plus Postage ' ' r 
♦Employer Imployee Relationship;' Guidesj *Manage«ent 
. by Objectives; *I!anuals; *Organizational Development; 
Personnel Bvalua'tionV *Personnel Management; 
♦Supervision; Supervisors v 

ABSTRACT \ / - ^ ^ 

4 The purpose o€ this handbook is -to provide some tools 

for supervision which can help the employer and the employee work out 
expectations/ revaluation^ ^nd on-going operations • It is divided into^ 
four sections entitled/^ (1) Pescribing Perforiance Characteristics^ 
(21 Negotiating"' Outcomesr (3) Negotiating^ Proceidures, and (4) 
Recording Performance, The handbook presents materials w^ich make it 
possi^ble for an employee and a jsupervisoro to negotiate simple written 
agreements* These materials include examples of a racing, scale 
describfng performance characteristics^ a performance needs analysis 

-documents pre-- and post-^negotiatipns sessions checklists^ and 
quarterly reports. These tools make it possible for human dimension 
to be identified 'and supporteja whilexproviding structures for 

9 clarifying and specifying^ organizatiotii objectives, the individual 
employee's role in supporting tWse objectives, and t]^e. supervisor's 
tisk of reporting performance in therms of organization requirements. 
(BD) ^ - . 
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INTRODUCTION 



. Supervision of personnel tends to hq ^he cj^st thing that managers are trained 
in. On the other hand, persons in organi2^a|Cbris are most interested in how they 
vrill b^e evaluated, by whom, under/ what con(j€tions. 'Human^relations training tends 
to increase the awareness of all' parties^ about this issue, it x>ffers a fjaw solu- 
tions. Formal procedures for wbrking out supervision ten^ t?) be left for indi- 
vidual' agreement rather; than' publicly negotiated. The purpose' of this handbook 
Is to provide some tools for supervision which can helpthe persoho-n .a system* and 
their manager work out expectations, evaluati^, on-going operatim^. 
The handbook is divided into four sections: , 
(1) Describing Performan'ce Characteristics 
^ (2) Negotiating Outcomes ^ 

(3) Negotiating Procedures / ' , ^ ^ 

. (4) Recordi^^ Performance. / . ^ 

] . DESCRIB ING PERFORMANCE CHARACTERISTIGS 

Most organizations have job descriptions which describe in some formal way the.' 
roles and resppnsibilities of 'persons in a given role. Reality tells us that 
thes^ formal boundaries tend td contain activity in what is legal, or normal, or 
permisfeable. Reality tells us also that persons selected to f:j.t a job description 
are reviewed in terms* of certificate's and formal background, \rital organizations 
blur oyer the boundaries of a job descripton to allow them to select persons with 
the experience and informal characteristics they seek. * Organizations interested 
in performance* and productivity find other position characteristic tools useful. 
These documents used for finding and selecting persons tend to have the following ^ 
components: > ' \ 

- what taiowledge is needed (cogni^tive)- , ( ' 
T what attitude is needed. (affective) . , * ' v ' 

- vrhat skills are needed (^perienpe) - . 

' . ^ what- special characteristics are needed (otjher) 
A sample of such a rating scale, is: 

" ■■ ■ - i ' " ■ ' ■ 
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SELECTION FOR PfeRSONi ^ 
TO DEVELOP ¥JJSL^ RESPONSIVE PROGRAMS 



1 , Cognitive 



1^ 



- understanding of peed responsiveness'" 
ability to analyze^ coiliples interrelation's 

~ ability^ to report objectively .^^ V 

- ability to design alternative solutions 

- other ' . A 

. . ■• ■ * • " " ■ - ■ ■ - V 



V 2 

3 

1 



1 




3 

3' 



4 5- 



C 



2. Af festive 



- concern for. involving others In decisions \ V 2 

- concern and skill in open communicatipn Vith , r 1- 2 

all constituencies T 

- values divergent ob^Jectives. • ^ , 12 

- values divergent mechanisms . , / 12 
-r values sys^eiijatits change ' '% 12 

- p&tlent . ; „ * , 12 

- other 



\ 
■ 3 

3' 
3 
3 
3 



4. 5 

to 

4 5 

4" 5 
4 5 
4'^ 5 
4 .5 



3. Expdrxence 

=■ — in politic 

-in power ei 
- in progr 
T- Ija mani 



lagli 



1 negotiations 
vironments 
development 
g comi)lex project 



in coflec/iting and organizing diffuse information 
other 



2 
2 
2 
2 
2 



4 
4 
ii 
4 
4 



5 
5 
5 



4. Other 



toleranc/e for ambiguity. 



persons 
rolej / V 
organizational 



T need for ta^k completion 
. by self 
; by grfoup 
^^y deadline 



1 2 3 
1- i 3 
.12 3 



5 4 '3 
1 .2 3 



4 
4 

,4. 



2 
4 
2 



5 
5 
5 



1 
5 
1 
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Using -such an instrument for st^ff selection makes it possible for inter- 
viewers tQ stress the special needs p£ the job rather than the normal charac-^ 
ter of the role. In so doing the itaff person begins to project ^exp^ectat ions of 
productivity and style. ^hich a* job ^description. does not provide. The interviewer 
also begins ^o set the pattern for Inegotiation of outcome rather 4:han negotiatd^on 
of relationship. * ^ \ I ^ . . ^ 

1- . ■ ' • 

Developing Performance Characteristics Scale' f?! ^ ^ 

The development of the" per formate characteristic scale 'is itsel!** an activlt^ ^ 
Vhich requires persons Jj^ an organisation to "an^lyzejwjhat particular Ndirection 
they expect the organization to develop toward. A^^ing gh what abilities a^e 
needed rather^ than who the per^son will report to and how the job will be done, re- 
inforces in the organization the. examinfition of mission and objectives and the 
design of the staffing to meet thesei needs. * ^ . 

The process for developing scales is straightforward ^ * 

1. The«indlvld&al or^team needing additional st^ff" describes the outcomes or , 
objectives that nefed to be -more effectively realigned. 

2. The deQlslon group agrees that the organization mission v^lll be betfcex 
served' by more effectively* reading tHfese K^bjectives. * / • 

3^ The individual or team making the original requests prepares a Draft 
Performance Characteristic. Sca]^e. The group should indicate: 
, (a) abilities^ attitudes, experience tessen^ial "to tUe job ;- 

Ih) special styles of working which would be ^des'irable; » ■ ^ 

, (e) abilities, attitudes, experience are also desirable; 
^ (d) special^ conditions or constraints which effect the »job; * 

'(^e); .the one or two major probi^ems to be handled in the* j'ob. These can ^ 

ran^e from an attitude, the person mu§"t have' to a'sitiiational varialSle 
the per jjtpn- must be able to handie, ,ior example, 3 year committment*' 
as distinct from ;responsive to constituents. • 

4. The individual or team prepares/ the Performance Characteristic Scale. The 
final draft should ^ave no more than- five characteristics in/each category 
cognitive , affective ,' experience a nd no more 'than three in opher. Other 
should Include the one or two major problems to handle state^ iji polution 
terms, e.g., tolerance for ambiguity in a situation wHere more than one 
authority must act or decide. ' ^ 

5. ' Review and "approval of character isticd^ scale by decision body. 

6. Utilization of'' s^ale. for interview proee^^. 

7. ' Review of rating sckle with selected employee as beginning^ for discti^^s- 

sion of assignment, role, ■ responsibility . a 
Usually this process occurs as the ndw employee 'discovers expectations and 
visions of his or her ^ role which make real the informal and 'fotjnal expectatioiis^^^^ 
of the organization. " * ^ 

2. NEGQ'^IATING OUTCOMES . - • ^ \ ^ 

•Most organizations develop missibn statements and objectives, which are assumed 
to-be understood and accepted by all members of the organization. Such" formal 
statements tend to" neglect the fiistinction between ideal expectations and real 
outcomes. As a result, supervisors and employees tend to deyelop arrangements 



x^rhlch produce the paper the organlzatlpn wants Ideally a^id the documentation, 
that protects them in the ' real, ^or Id. They usually take into account the need 
to move program across the following grid, V usually fjrom informal developmental 

^ to formal demonstration". One usually mbvels an idea to^ a program by si:^rting,\a,t 
the infomal, that is the .not an "integrafj regualr part of feiievorganization sfrag6. 
The first organization action is approve a pilot pr,ojec4: whicW is an develop-/ 
mental activity. Installation of the project as a f(5rmal pait of \he organ iz.a- 

^tion requires acceptance by the ' organisation tjiat the, Ideal is demonstra.ted 
effect ive . To move a^ptoject from idea *to program requires moving the people and 
the me.chanisig; the people need to move^from informal, development W formal devel- 
opment to demonstration, the itie<!rhanism from informal deveiopmentaiSp ,i5lformal\^^ 
demonstration to formal demonstrajtion. ' • % ' ^ \ * 



T!able A ^ 



informal ^ 



fofmal 



deve lopmeitt al 



, detoonstratipn 



• Thus the installation movement isT not diagonal but dual, 

Sihce a person joining an organization needs to^nderstand ^their functiorr in 
developing programs for the organization it is useful for the stipie^pvisor ^^id the' 
employee to discuss wt^at status the program tl^e employee will be with has in th^ 
organization'. ^ . ' 

One procedure^ for doing this is ,to discuss the Performance % Character is tics • 
Scale intthe context of the forjnal-iiiformal-, Developmental-Demons tfi/dt ion gridi 
and in terms of outcomes tcr be reached in *the next year or six months, o Specif lying* 
the character of the organizktoibn and t,he specific objectives of a given person 
and (and agreeing on these) makes it possible for the employee and^the supervision 
to analyze norms and expectations. Usually two documents^ develop : . ' 

(1) a statement of objectives; ^ •. . ^ 

(2) a revised statement of performance characteristics. 
The statement, of objectives v( or .outcomes) should ' specify : 

< (]) Audience to be affected (served); 

(2) Behavipr to be exjiibit*ed by audience; 

(3) Concfitions or 'constraints that apply; /. * - 
^(4) Degree of acceptable outcomes* minimal^ - realistic + maximal . 



3) ^Developing an objective , is as pimple as A, % ^» 

■ . . pLEtmm OF A PERFORMANCE- 0^^ > 



Audiencg ; who will be^ affected 

■ ■■■■ , >".:. '■ ^ 

\ • " . ■ . 

■' * • ■. •■ ■ 

■•i. > 

Behavior: wliat will they, have to 40 • 



1, ^ 



Conditions ; 



.• • ■ A. / . ■ ■ - . ■ • 

' * , • ^ . ' ■ . , J 

(what resources, constraints exist or need, to be available to 
:hange behaviox ' _ 



■ \ 



^ ' Degree ? -how nluch nee^s to be accompiished - miniim^^,. realistic, maximum 



/ 



Evaluation: * hdW will you know it happened 



This statement of objectives can be developed by the supervisor or the 
employee. It ±s best developed jointly. In either case, much discus sjS^ 
should focus. oa clarifying the conditions and constraints which will affect 
outcomes and performance. ^'Clarification should be reflfSTted in a more precise 
behavior statement and degreife statement^ Usually perception of role apd respon 
sibility by the doer (employee) is more pi^ecise if the behavior to be reached 
is clarified. * Usually perception of role and responsibility of "the control 
(sHpefvision) is more precise if the degree of outcome is clarified. 

.The resrision of the statement of performance Characteristics (perforfeance 
needs analysis), can al^o be done individujklly or jointly. In eithLer case the 
important modifications should^be in: \ , *. 

(K) what .abilities, attitudes, experience need to be gained H>y the', doer 

to get tKe job done; ' - 

(B) ^ what abilities, attitudes, experience naed^ to be provided by the 
organization to get the job (done'. ^ 
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PERFORMAMCE»NgEDS ANALYSIS DOCUMENT 




Activity 



Person ^ Training 

Responsible Need 



Resource 



r 



1 . 





Person Cs) Responsible ! 
, * Management 



Key Activities,, 



.Reflation to 
other components 

Decisions , 



Documentation 



Dollar Allocation from General Biidget 

' » ^ Materials and Supplies 

^ i Travel 



V 



Reports and Products Expected 



Date' 



> 'Approved by: Signature^_ 

/ ' ^ - f . ■ 



Date 



EVALUATaON FOCUS AMftYSIS 



OBJECTIVE/OUTCOMES 



Person Responsible 



/l^at will Evaluated 
> by, Supervii^or ' 
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The characteristics to be gained by (jfie doer can ^be acquired by formal / 
training or by on the job, expjerience,^ In .either case, the .supervisor needs to 
^^provide a mechanism by which the' doet consolidates learning and telat.es this back 
to th,e job^ The characteristics -to be provided by the organization can come in 
the form ofconisaltants, resource personis, staff re-assignment, dollar allocation, 
etc. The supervisor, needs to. develop a mechanism (cf Control Sheet) which * > ' 
requests and (J^vUvers these i^jesources and tracks their effect on getting .the' " 
job done. . ' [ ■ . . , , - ' ' . ^ ' ' ' . 

Finally , the employee ajad the supervisor should jointly agre^on the f pfeus^of 
khe evaluation ' on each activity or outcome. Tffiile^ a mature organiieation and' ' 
relationship will tend to discuss these in terms af outcomes only i WperienQe in 
large systems indicates^ that .an activity by Activity listing of evaiUa tables * 
is. tielpful and often functional.' Sometimes such an analysis provides the 
opportunity to discover dlsfunctional activity or critical activity which serves 
lacgei^lB^Sanizatiofn^l needs tlian was'' fir Qt visible. Xhes% later ^activities^ . 
tend to be recording and repoijting type activitf^s^ and form the basis for the 
formal communication 'system. / ' ^ , 

3. NEGOTIATINa PROCEDURiES* - ' ' ' . ' / ' ^ 



One of the majo^r concerns of individuals in subordinate roles in an^ organi- 
zation is how do I tell what I will be judged on or how* do I tell what, I .will 

• Judge on. Many large organizations tend to assume that a supejrvisor will apply, 
a. set of norms and criteria .which exist in a personnel manual. Experience in an^' 

•^organization tells the emplpye^ and the supervisor that ^these forms are vague,/ 
confusing, and ^ocus on many things which dpn*t reaiXy i'ndicatgi 'quality /of per- 
formance. In addition, many supervisors and emplbyefis beiierve In democratically 
arrived "at standards and ciriteria statement. Formal evaluati^>n forms tend to at 
least §eem authoritarian- and bTe perceiveH as requiring autlioritarian information. 

Much fexp^rience in organizations indicates tliat one needs asVemployees to 
hav^ clear, written, consig^nt 'stani^ard3 and norms! which a^e mutually acceptable, 
to the employees and supervisor. TheStask then, becomes one of: 

(a) develpping-a democratic mtitu&^l procedure; 

(b) developing forms to record performance. ^ ^ v 

Many supervisors are uncomfortable with their ability Jto act democratically in ' 
a situation where they hav^e more ultimate power th^n the employee. Many are uh- 
comfortable with the .jjotential variation of forms and norms which individual 

: negotiations will. lead to. One approach to development of format and process 
which assures some $tandardization is to follow a consistent framework! The ' 
following are examples of frameworks for negotiating procedure and framewo-rks for 

^negotiating fdrmats. ' " 
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Prior to reviewing obieGtives, the subordinate and. the supervisor, thay , 
shpuld ask themselves the following questions; 

1* Pre-^Negotiations Session Checklist ' , 

• , ^ - ■; • 

, , A. Has a date been set %o discuss, face to face, / 

the analysis of th^ objective?^ / yes CZI| no | — ^ 

• ' ■ - \ * 

B. Do the mployee and supMMfvisor h^ve a copy of " 

^ the performance objectM^s? . \ ' yes no [" ' /'"J 

C. Has the supervisor briefly discussed the' r 

^ siib ordinate* s ob j ec tives with his/her supervisor? yes^ f '] no ( | 

D. Has the supervisor negotiated his/her performance 

... 'Objectives w^th^ his /her supervis^^^^^ ye§ f ""^ no f ' \ 

, ,E*^ Are the persons filling out- th^^^ . : 

same persons who will discuss the analysis and ^^^^ ^ * * 

V ; , evaluate performance? " - ryes C no f " ' '' j - 



/ E. Haik time beeif set aside ;toi^ ^n end *o^^ period " 



^^/S^<fixlia;^e checked any itW in the *WMjox, you have set tii) ; oi^^^ 
""conditions which wiii minimize the effectiveness of .the inego- v . 
tiation- process* • ■■: •"■"■''>•■ -y 

Correct it before you- proceed further.- ; ' / 
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II,. ANALYSIS 



During the negotiation session the employee and 'supervisor should discuss 
the following: ^ 
• At Is th^ balance bet^^reen noinnal ancl innovative 'objective^ reasonable? 

.... ■ o ^ <i r 

B, Do the* objectives relate to^ the drganization objectives? 

' ' ' ^ / - . / 

C, Do the .objectives represent a reaebrtable ^x^rorkload, i.e. are they 
attainable with effort? , , 

< \ ' - . ' ' ■ 

D, Do the objectives reflect realities such as obstacles, emergency 
and routine duties? / ' ^ n.> . 

: ^ . . ■ . ; 

;E, Donthe dhjectlves show the relationship lie^ween this itdivi^ual and • ' 

others from, who cooRjeration is required if attainment is to be 
achieved, • - ; 

- ^ . • ■ - . ^ . ■ J- ' • 

F» Do the objectl,ve8 set clear areas of responsibility when two or more 

people are working la similar areas or between the super ior/subordinate? , 

, G. Do the objectives srtress priority areas? 

H, Do the dates for accomplishing the objectives reflect reality? 

I. Do the objective^ clearly identify the: .. 
I - - !• target audience , 

^ ^ 1^2;. behavior ejcp^ected of that audience in as specific and quantifiable 

terms a^ possible • 

3. - Conditions which have to be met by the organization before objective can 
^ be achieved • ■ ' - • . 

4. "the degree of success stated as a range showing minimal real and 
^ maximal* success levels 

5. evaliiation procedures 

J. Is the cost of reaching the objective clear? 

K. ' Is the cost reasonable in terms , of the benefit to be obtained? 

^i. Do the objectives reflect ax^fareness of activity in the major areas of: 
communicating . ^ . 

consulting • . ' 

controlling • . 

securing . ^ ^ ♦ : 

participating ' ^ ' " 

,^ evaluating ' " * • 

^disseminating ' v a' ' ' 

M. Is there agreement about what outcomes wi5S^ be rea^ehed and how they will be 
evaluated? * ^ . " 



III. PdSX. l^GOTIATIONS CHECKLIST * . > i 

After the negotiations janalysls session has been- completed ' th^ assessah^nt 
checldist should be completed and signed by the parties involved. The following 
format can be used to sjirraharlse agreements. The T)egree of Suecess column slvbuld 
be completed as the activities are undertalken to indicate: begun, on-gping, near 
completion, ccnaple.ted. It may well be that evea/'jihe first report would indicate 
the objective as on-golrig or nearing cdmpletion^articularly in .areas v;here th^ 
.organization has already been active ♦ Again, this is reason for a clear^nd ^ 
frank discussion between doer (employee) and manager (supervisor). 



NAME 



J_ ASSESSMENT OF INIDIVIDUAIh OBJECTIVES 



\ 



DATE 



^ , , — , — 

cF t . . . . 

DEGREE OF SUCCEiSS FACTORS OF 

IN REACHING OBJECTIVES INFLUENCE 



tJBJECTIVE 



OUTCOMES 









* * » 

■ — 






















s 


/ " 

«\ ' . . ' 








* 
















O 






^ —3—' , 






'. " : — ^" 










C . 


/ 



























SiJMMARY - , 

Number of objectives projected to be met by this date_ 
'tJumber of objectives actually met ' 



Name 



Supervisor 
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Clearly these procedures assume:*^ ^ . w ^ 

!• mutual interest In agreement and trust that the agreement can be 

implemented mutually; ' • 
2. acceptance that employee and supervisor will focus 6^ the important 

• not all tl^e Stalls; - . . , 

3v clarlftcation of organization mission* and specific role in development 
^ of organization goal will be developed by successive approximation;^ 

f h. respect fpr autonomy and personal *tteedom of individuals \ln an organiaatipji; 

5, tolerance pf rules and regulatiorts modification hy praptiee rather th^n 
vice versa, ' . 

The procedures also assume thaf supervisors are willing, to exhibit: 

1. rewards for accomplishing outcomes ratfher than pers<jaa^t4ty compatibility; . . 

2. confusion when understandings become divergent; ^ \ 

3. patience in accomplishing outcorapesj / 

4. persistance in accomplishing outcomes reports ^rather than activity reports; 

* 5. protection of agr;eement from and with his/her superiors; 

6, conc^n to provide early warning signals and resources for accomplishing 
objectives, • " ^ • . ^ 

• - ' ■ ■ • • .v^ • ■ \" 

4. • RECQRDINa PERFQRI^CE ' - — 

... ' . : ^ ■ ' 

Reporting^ on* practice i^ the major link, between an employee and -sup^rvisbr. 
These reports tend .to be informal and impressionistic from^ the employees point ' 
of view; The ^upei^lsor of ten' ^becau^^e of ' pressure from their vision of their 
organization responsibilities have a need for formalizing records of employee > V * 
practice. If these come only from the supervisor the' records tend to-^be^ challenged 
as imposed, limited In scope, based on unc'}:ear criteria. .Performance' reporti^ng is • 
facilitated by tha agreement by the supervisor and empldyee on simple reporting i 
procedures which empjiiasize: ^ ' . ^ \ 

focus on outcomes and productivity; \ ' ' 

1. modifications made or needed based on actual experience^ 

, .3. critical incidents Cftat influenced outcomes- 

ft • 

. ■ . ' •• . ' ■ ■ ■ ■ ■ y ■ ■ 

. .»■ - ■ ' 
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(b) 

(c) 
(d) 

(e) 



Th^ quarterly review session should be held at a timfe convenient to the 
employee and the ^supervisor. The session should be held only '^If the quarterly 
report hds been, read by both parties in advanced The content of the quarterly 
/ session should be the following: * * . * ' ^ • 

^(a) ^Ddes the activity stilly support the organization , mission? Has ther- 

organization mission been modified? If so, how? • . ^ 

What additional resources, abilities, ^ attitudes , skills, -etc., are 
needed to keep progress at ah acceptable level? • ! 

What decisions need to be made to keep progress at an acceptable level? 
Is the employee still the appropriate person to carry yout this * , 
assignment? / ^\ ^ * , 

What new agreements have been r>eached? Hoi^ do they aff ecN: the eMSting 
objectlves/outcpmes.agreemextt (cf Control Sheet)?* " - ' 

The locus of the review should be the discrepancy between projected outcomes and 
actual productivity. » • ' ' ' . - 

The components' of a simple perfbrraance reporting system includefs:/ 

1. -..Monthly record of outcomes; ' ^ ' • 

* \ 2-. Quarterly report of activity; ' 

^. Quarterly review. Ses?ioii between emt}loyee and supervisor. , \ 
The* monthly record of outcomes^ should answer four basic^questions in outcomd terms: 
A>\ What has, happened; . , « 

What hasu not^'happenedj ' ^ */ . ■ . ' 

What has beeij changed; ' ^ ^ , ^ " \ 

w,. What- needs to be changed which re quir^ 'formal apjpraval.* • * . 



B. 
C. 



■ < 
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IXhe quarterly report' of actiyity should report' progress by objective or 
prbjject:, la short one line declarativ? saAtences. 



" Quarterly Report i 




Activity Completed 



3, 
4. 
5. 



Activity Projected 
- 2. , 



General Gordments \ 



. " 1. '. . ■ - ( .-' ■ • ■. s • . . 

■ ) . - . . ■ ■ . r . • ■ . 








\ 






























— — - 

— - ■ — — 
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Name 



s 



date 



^- 18 



■«» r ^ ' • • - '^ . ■) 

The discrepancy analysis shoul^ focus on outcomes not the individual activities. 
It should fdent^ify ga]^^ in need on treatment and patterns in need^of modification. ' 
The quarterly review sessions bhpuld result in a rev^s^d evaluation focus* 
^document indicating: 

r ' ^ * . •■ 




Activity 



Person Responsible 



What will be Evaluated 
V by t;he Supervisor 







■ \ 




- • , • 

o 

" - '^a ' *■ 








\ > 
























. u . ■ * 




■ ' ,, • * . 












. , ^ ; . . . I , : 


■ '. ' . 


















— T^'." , ! — " '- \ ■' ' 


* 
















■> 










^ ■ ' • 






. ■ «i 


. 

„<A — ^ — ^ — 
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Conclusion 



Supeifvlslon^pf persfons Is a complex under takitig. ^ It recjiuires^^oncern* f or/,, 
huyian d^ensions and organization Expectations /^^^ T^ handbook pre^nts sbmti.l, 
msj^terials iAich tnake., it possible for an employee and a supetvispr to negotlatis 

tiple ^written agreements which make it po^ible fpr.hupah dimension to* be ^ - 
ffdetttified ^rid supported while providing 'strucfees for cl^rifyifl^ and specifying. 
Organization |^2l?l3sion>* objectives > the d*dividual employee^ "role i^ supporting ^. 
these, -and the supervisors domain Is reporting performance 'in terms of or^ni-/ 
zation req;Uireiijents/ ■ ^ - ' ' ♦ti 
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